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ABSTRACT: OCB ordinarily alludes to practices that decidedly affect the association or its individuals
(Poncheri, 2006). OCB can be influenced by imparting in workers an impression of skill in their activity
undertakings (Todd, 2003). Bateman and Organ (1983) proposed a noteworthy and solid connection between
organizational citizenship conduct and job satisfaction. Bateman and Organ (1983) proposed a critical and
strong association between organizational citizenship and occupation fulfillment. Employment fulfiliment has
been found to have a positive association with work execution and organizational citizenship. The purpose of
the present examination was to research if CWB could be gone with moderately high work fulfillment. The
present study is undertaken to study if there is a significant moderating effect of CWB on the relationship
between Job Satisfaction and Organizational Citizenship Behaviour. CWB is prejudicious to the organization or
to co-workers. The Organizations ought to enhance the spontaneous organizational citizenship behaviors of
workers to extend satisfaction and, hence, to extend the competitiveness within the organization. The survey
results disclosed that job satisfaction encompasses an important positive impact on organizational citizenship
behaviour which counterwork productive behaviour encompasses a important negative dampening impact on the
link between job satisfaction and organizational citizenship behaviours. The organizations will improve the
work satisfaction of their workers by rising perceived operating satisfaction, social satisfaction, and
remunerative satisfaction, which might then improve the organizational citizenship behaviours and reduce the
negative impact of counterwork productive behaviour.
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INTRODUCTION:
ORGANIZATIONAL CITIZENSHIP BEHAVIOUR (OCB)

OCB can be portrayed as securing the affiliation when it is rebuked or requesting that friends place assets into
this affiliation (Turnipseed and Rassuli, 2005), or a conduct that outperforms routine wants (Daniels et al. 2006).
OCB ordinarily alludes to practices that decidedly affect the association or its individuals (Poncheri, 2006).
OCB can be influenced by imparting in workers an impression of skill in their activity undertakings (Todd,
2003). There is convincing proof that OCB is a result reliable with a social trade relationship (Cirka et al. 1999).
OCBs yield essentially higher results in the long haul than in the here and now for the association (Daniels et al.
2006). Fast changes in the social and social structures of the affiliations and society have provoke a significant
impact on the conduct of delegates at work place.

JOB SATISFACTION (JS)

Smith, Organ and Near (1983), Batman and Organ (1983) directed the main inquiry on precursors of
organizational citizenship conduct. They found that activity fulfillment is the best indicator of organizational
citizenship conduct. Bateman and Organ (1983) and Smith, Organ, and Near (1983) demonstrated out that the
degree JS addresses a positive personality state, satisfied agents participate in citizenship. Bateman and Organ
(1983) proposed an imperative and strong association between OCB and JS.

COUNTERPRODUCTIVE WORK BEHAVIOUR (CWB)

Employees likewise harbor the potential for conduct that is wrong and unsafe to the firm and their collaborators.
The causes and kinds of such conduct have for quite some time been a subject of enthusiasm for hierarchical
brain research. The point of the present examination was to investigate if CWB could be gone with moderately
high work satisfaction. Minor organizational offences incorporate broadening breaks, leaving early, deliberately
working gradually, wasting supplies and tattling about the association with outcasts.

RELATIONSHIP BETWEEN JOB SATISFACTION AND ORGANIZATIONAL CITIZENSHIP
BEHAVIOR
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Organ (1977) recommended that the absence of experimental help for such a relationship comes from the
meaning of execution. Organ (1988) proposed that activity fulfillment and OCB were connected in a strong
bond. Following Organ's proposal, the principal state of mind whose association with OCB examined was work
fulfillment (Moorman, Niehoff, and Organ, 1993).

As per Organ (1990), the premise of the connection between work fulfillment and OCB is social trade
hypothesis which expresses that when certain conditions are available individuals respond the individuals who
advantage them. Attributable to the method of reasoning that Organ (1977, 1988a) proposed for the connection
amongst JS and OCB the "fulfillment causes execution™ (Farh, Podsakoff, and Organ, 1990).

COUNTERPRODUCTIVE WOR BEHAVIOUR AS MODERTOR

CWB is concept to be participated in as a skill to minimize negative feelings brought on by way of
environmental stressors. Negative feelings elicit humans to pick out an tournament as incongruent with their
private goals. Therefore, people can also have issue thinking about their work and performing at excellent
levels, which in turn, lead to negative affect (emotion) and CWB.

The present study is undertaken to study if there is a significant moderating effect on the relationship between
Job Satisfaction and Organizational Citizenship Behaviour.

MATERIALS & METHODS:

The Current Study

The purpose of this study was to identify the effect of Counterproductive Work Behavior on the relationship
between Job Satisfaction and Organizational Citizenship Behaviour. Specifically, we hypothesized the
following:

Hypothesis 1: Job satisfaction has a positive association with OCB.

Hypothesis 2: CWB moderates the relationship between JS and OCB

Participants

Participants were 400 employees at a variety of organizations across India. The employees were mostly middle
level employees and working in the same organization for atleast 3 years. Of these, 320 (80%) were lower and
middle level employees, and 80 (20%) were top level employees. The employees were from various sectors of
industry & services in India. The questionnaire was circulated by google forms. The total complete forms
received and used for analysis was 363. Of the 363 participants, 145 (37%) were men and 218 (63%)were
women.

Measures

Job Satisfaction: The job satisfaction stage of each participant was once measured through using Short Form
Minnesota Satisfaction Questionnaire (MSQ) developed through Weiss, Davis, England, and Lofquist (1967)
and again translated to Turkish by way of Tuncel (2000). It measures both intrinsic and extrinsic job
satisfaction.

The questionnaire consists of 20 items and respondents had to rate each of them on a 5-point Likert type scale
according to their level of satisfaction with the related item.

Organizational Citizenship Behavior: The OCB scale designed by Podsakoff and associates (1990) in view of
Organ's (1988) five dimensional scientific classification has been used for analysis. The back interpretation
strategy was utilized to guarantee that the scale was deciphered legitimately by Uniivar (2006). OCB has 24
statements and respondents were asked to rate the things on a five-point scale. The scale was 1= “Very
Inaccurate”, 3= “Uncertain”, 5= “Very Accurate”.

Counterproductive work behavior: Counterproductive work behaviors was measured with a behavioral
guidelines based totally on a master list compiled from a variety of current measures. 24 statements from
Bennett and Robinson(2002) was used for research.
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The reliabilities of the three scales are as given below in Table 1. The Cornbach alpha coefficients were as 0.81
for Job Satisfaction, 0.89 Counterproductive Work Behaviors (CWB) and 0.83 for Organizational Citizenship
Behaviors.

Table 1: Cronbach Alpha for the Scales

Scale Name Number of Items o
Job Satisfaction 20 0.81
Organizational Citizenship Behavior 24 0.83
Counterproductive Work Behaviors 11 0.89

Figure 1: Model

CwB

JS OCB

Y

RESULTS AND DISCUSSION:

Model : 1
Y :0CB
X JS

W :CWB

Sample
Size: 363

Model Summary
R R-sq MSE F dfl df2 p .7544 5692 9102 348.3213 3.0000
791.0000 .0000

R is the correlation between the found values of Y and the values of Y estimated by the regression model.
Therefore, giant values of the R symbolize a giant correlation between the predicted and observed values of the
consequence which is 0.7544 in the above result.

As such, R is a gauge of how nicely the model predicts the determined data. It follows that the resulting R? can
be interpreted as the amount of version in the effect variable that is accounted for by way of the predictors in the
model. We can say 56.92% of variation in Organizational Citizenship Behaviour is accounted for through the
variables used in the model
Model

coeff se t p LLCI ULCI
constant -2.6558  .6050 -4.3900 .0000 -3.8433 -1.4682
JS 8117 1160 6.9993 .0000 .5840 1.0393
CwWB .7867 .0854 9.2161 .0000 .6191  .9542
Int_1 -0549 .0148 -3.7000 .0002 -.0840 -.0258

Product terms key:
Int 1 : IQ X Cl
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The first section of the table gives us estimates for these b-values and these values indicate the man or woman
contribution of each predictor to the model. The b-values inform us about the relationship between Job
Satisfaction and every predictor. If the cost is superb we can tell that there is a fine relationship between the
predictor and the outcome, whereas a bad coefficient represents a terrible relationship. The b-values tell us
greater than this, though. They tell us to what degree each predictor affects the result if the results of all other
predictors are held constant.

The t-statistic can be derived that tests whether a b-value is substantially exclusive from 0 It is best to
conceptualize the t-tests as measures of whether the predictor is making a considerable contribution to the
model. Therefore, if the t-test related with a b-value is great (if the price in the column labelled Sig. is less than
.05) then the predictor is making a sizeable contribution to the model. The smaller the value of Sig. and the large
the value of t, the increased the contribution of that predictor. Hence looking at the t value we can say that Job
Satisfaction has a positive relationship with Organizational Citizenship Behaviour. The b value of the combined
interplay of Job Satisfaction and Counterwork Productive Behaviour is negative and is sizeable as p-value is
much less than 0.05 consequently CWB is having a sizable dampening (negative) moderating impact on the
relationship between Job Satisfaction and OCB.

Conditional effects of the focal predictor at values of the moderator(s):

Cl Effect se t p LLCI ULCI

6.5000 .4549 .0406 11.2073 .0000 .3752  .5346
8.0000 .3726 .0396 9.4185 .0000 .2949  .4502
9.5000 .2903 .0497 5.8376 .0000 .1927 .3879

W values in conditional tables are the 16th, 50th, and 84th percentiles.

The interaction was probed by testing the conditional effects of Counterwork Productive Behaviour at three
levels of low medium and high levels. The mean value is the medium level. At all the three levels the p value is
significant showing that CWB has a significant moderating effect on the relationship between JS and OCB at all
levels of CWB.

CONCLUSION:

45 4 y=1.5136x+1.5163

Moderator

4 | CwWB
31 y=1%332¢-0.3865 o

2.5 @ High CWB

Low JS High JS

From the diagram above we are able to conclude that counterproductive work behaviour dampens the positive
relationship between Job Satisfaction and Organizational Citizenship Behaviour. CWB is prejudicious to the
organization or to co-workers. Several authors show a negative relationship between this behavior and work
satisfaction, surmising that the shortage thereof — and therefore the succeeding want to ‘get back’ at the leader —
are the seeds of work deviance.

The Organizations ought to enhance the spontaneous organizational citizenship behaviors of workers to extend
satisfaction and, hence, to extend the competitiveness within the organization. The survey results disclosed that
job satisfaction encompasses an important positive impact on organizational citizenship behavior which
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counterwork productive behaviour encompasses a important negative dampening impact on the link between job
satisfaction and organizational citizenship behaviours. Therefore, organizations will improve the work
satisfaction of their workers by rising perceived operating satisfaction, social satisfaction, and remunerative
satisfaction, which might then improve the organizational citizenship behaviours and reduce the negative impact
of counterwork productive behaviour.
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